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MMORANDUM FOR: Deputy Director for Administration

FROM: . - Hugh E. Price
' : _, ¢D1recto* of Personnel _

SUBJECT: - FY 1088 Urfunded Reqmrement - Human Resource Modernrzatlon o

and (‘ompe'xsatlon Project’

When the FY 10%9 budce t submlssmns were complled last year, the Buman

-

Resource Modermzat 1on and Compensatlon Task ‘Force (HRM&CTF) had not *e‘med

+ o

-1ts prellmmary 'desu_;n tc the vpomt where reallstlc FY 1988 and out yez:r funds

and position requirements could be presented and just1f1ed The HRM&TTT has

since made some progres= in this area and oP w111 need resources amounting to

durmg 1—"’: 1988 to begln 1mp1ementat10n of ‘some of the p.aposed

‘ -'system features and to Dreoare for FY 1989 and out. year 1mp1ementat1cr :)hases
_of the remammg feat es. Attachment A to thls memorandum is the sc"*_ry

R llstmgs of ‘the recuue-*:ts wh1cb ‘can be accompllshed in FY 1988 1f *.mds can;b

be provided.

" .Hugh E. Price

Zttachments: o
Ac stated | -

25X1
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1989-7?

njreoﬁorete/ngenditufe Center: DDA/CP

o ‘Initiat: V"“ane and Fy: Human Resource Moderﬁization and_CompenSation Project 

Date of Till C@erat:ng Capabxllty " To Be Determined

Cost Estimste:

25X1

Pund
» Positions
— ,:_ - Probler to be Addressed:
Proggsalz

(Doilars_in"Thousands) _
1989 1990 11991 - 1992 "' 1993

The DCI's National Foreign Intelligence
~ Strategy, presented to Congress in 1987,
. included the intent to ensure the Agency's
' -ability to address increasingly complex

intelligence issues through the next several

v~decades. The ability to do so rests entirely on

"the aquisition and maintainence of a work force -
‘that consists of dedicated and skilled employees
and managers.

Planning and development of the proposed Agency
HR management system began in FYB7 and the early
Stages of implementation are scheduled to begin
in FYB8. Experimentation with non-GS pay
systems that started with the Office of
Communications in FY84 and the Agency

. Secretarial System in FY87 will be expanded to

Justifiz:tion of Proposal:

'Desc:i::-oﬂ of Fundlno
Reguir=maenits:’ . .
‘fCoor:iiE:;on:

Space n:act Statement:

include other Agency occupc 1ons 'in several L

. phases.

Significant. changes in Aoeﬂcy mission, combined

“~with demograoh1c, social and economic trends, °
- have surfaced the need for a strateglc approach
" to human resource. plannlnq ané management. The
;‘current Agency personnel management system must

be improved to deal with the competitive
environment we will face as we attempt to
recruit and retain a qualitv work force.

(See Attachﬁxené B

',1The Human Re,OJrce Mode*n¢zaglon and

‘Compensation Task Force c0ﬂ=1s+1ng of Senlor
Officers from each Agency Career Service, is. in
charge of the Project. Every Agency component
will participate, as well as coordinate, in
project development and implementation through
their respective Task Force members. ' '

(TBD)
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 ASSUMPTIONS .

-1, IXI app‘rc)ves inpleﬁienteti‘on of new system.

_ 2. A phased 1mp1ementatlon begmnmg with the bandmg of four
occupatlons, consisting of: ' :

Operatmns Officers Clemployees) R _ /7 j //S

- Project Management Engineers. mployees) ' - ; /Z?; ST e

Intelligence Analysts employees) : [1% s&e /ﬂ’bﬁ”
‘,,Computer Systems and related professmnalD employees) :

3. These occupatmns will be phased into the new system starting in the

‘second quarter -of FY88 anc wlll contmue through the remainder of the Flscal

Year .

4. Performance, SIS and MEIPP ‘bonuses wlll be dlstrlbutec at the end of

the Fiscal Year for the entire year.

2
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~ new pay for performance system

O

clilars in 'rhousands)

FYSE FY89 FY90 FY91 FY92

Conversion to Pay for Performance-
- Prorated Step Increases

. At the tlme of conversion to the new pay svstem, we have decided that our

people should receive compensation for tzcse portions of the w1th1n-grade
‘'waiting periods they have completed towz-< their next step. To minimize
long-term costs, we will prov1de one-time zash payment_:g to each employee S
prorated for that port1on of the waitinc’ ::erlod oompleted toward the next step '

Costs for this conversmn cost will be screzad over. . approxunately 3 -years based
on anticipated conversion of approximats_ Dprofessmnal employees 3 in

\ FY88\ with the remaining populatlon to be converted over the followmg £wo

“years.

3

FY89 FY90 FY9l FY92

rI_mplementatlon of the@erformance
\Award Program assoc1ated “with the

' i The major ccmponent of the new pay-for-:ve::ormance systen dlll be a cash

performance award system designed to rs~=:d current year performance withous
carrying costs into following years. ‘TerZormance awards will be made annuzaliliy
at the end of the fiscal year to minimizz internal administrative costs

‘associated with distribution of awards =< to maximize internal” pay equity.
Cost pro;ectlons for the performance aw=-3 system‘ assume that a_ppr_oxmately

professional-level employees will z= pla_ced into the system in FY88, with
the remamder of the Agency populatlon —= follow over. the next two fiscal
years. B 4 B . : .
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\Rﬁ‘nagement Expert IBE:entxvei ,

FYRR FYB9 Fyop ¥v3l  FY92

A major objectlve of the new Human Resources System is to imorove management
‘accountability for management of resources. As a tool for a::"nevmg this
objective, a new management expert incentive program has bezx structured that
allows for performance awards of up to 15 percent of pay for those managers

. who demonstrate the greatest proficiency in effectwely ané sfficiently

managmg resources under their control.

Cost progectxons for this program assume a phase in of ‘the :rogram over two .
years, with the costs to at a rate not to exceed. the rate cZ xgency personal
services growth. : :

1 FY92

I'A
o

_ FYBB - FY89 = FY90

~M

~SIS-BONUS- PRCBRAM

With the increased accountability that Agency managers will Zave under the new
system, we intend to extend bonus eligibility of our SIS poodlation to 80 k
\grcent\from the current 39 percent. The program costs p::‘ected :mclude '
ose costs projected for the current SIS bonus distributio plan. The

-, proposed bonus drstrlbutlon plan is de51gned to bring the xzancy more closely
' .elnto allgnment with pmlvate sector executive compensatlor -’aotlces.

FY88 = FY89 FY90 <931 FY92

‘Salary Adm_i’ni‘;_ls'trat‘ion Support -

“To enable manaoers to ef fectlvely allocate thelr merit dc: "é to employees

‘under their control, automated support is required to iden=-Zy the populatior
‘within the merit pool and to assure. that projected merit Z:-sziributions are

within the allocated funding levels. Extem will be
required to develop the{Software that will be requiréd for = --is system.

- System specifications will be developed by the Office of ==-sonnel based on
the design features for the system developed by the Task _t;::e and apprOVed by

11

j:Agency management. Current Agency hardware will be used Zz: the system. ' This

design and 1mprementarlon effort will reqmre approxm‘te-z' =wo man years of - -
vcontractor support. ‘ : Co - :

4
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‘Salary Schedule Maintenance

FY88  FY89 FY90 FY9l FY92

- On_a biannual basis the Office of Personnel will review the Agency salary

structure e to determine its currency with the market. - To support this effort,

u”érxternal contractor” C “Support, will be required to develop the necessary market R

“information that will be “used to recommend salary structure adjustments to

A computer model has been built that anticipatés persbnne;se'r\éice_éosts;

. also accepts actual data on head count, attrition data, ECD, and separatior
. The model must be able . to isolate individual organization components so th

Agency management. Current Op personnel w1ll be used to accomphsh the Agency
portlon of the biannual rev1ews. _ .

Diagnostic Cost Model

(Dollars in Tho"usands)'
FYR8 - FYRQ ~ ° FY90 Fyol

by
3
N

The projection of i:ersonnel costs in the new pay system is based on
assumptions that periodically must be re-validated. If not, personnel service
costs mlght escalate out—of-control ' - ‘

- Develop a oomputer model that projects future salary costs based on actual

.data on within-level-increases,; promotion rates and cash awards. Validate
assumptlons on CIA personnel rowth, attrition rate, EOD rate, and separati
rTate. - o T e R

.onas series of assumptlons.__Cnew model is required that accepts the actuz
“data from the new pay system and projects new_personnel _costs.) This model

local managers can understand the dynamlcs of the new .pay system. o

ILLEGIB"
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S . 'de_‘velopr._

25X1
25X1°
s be require? In FYB9. Outyear costs are for revisions and ]

- printings Zo- new employees and transfers between occupations. Career .
. Handbooks =235 will be{made accessible.via CR: with the goal of gradually -

: : - .{Dollars in Thousands).

Career Develomment
System
Positions

‘Anticipates = anges in skllls needs and availabilities in the n1net1es make it
‘essential thzt CIA develop an integrated human resource planning, budgetmg
.and -career J=velopment system that will ensure our ab111ty to meet .

. intelligencs oroductlon requuements. : '

_The Career :PvelOpment System wlll require managers to become more mvolved in

planning for human resource needs to match program needs, will ensure

- employees nhzve current information on- -Agency skill needs to encourage

self-deve-mnt, and will mclude a feedback mechanism for improving the’
system.

Each emplowas will receive an~Gccupation-specific career handbook outlining
the career 3=velopment, training, performance management, and pay : .
administrzzion procedures relevant to that occupation. Recruiters, human
resource plzmmers, and career counselors will use the books as reference

guides to ida=ntify Agency skills needs. Books will be in loose-leaf form so
~_updating can be made at minimal cost. Approximately books will be _
~ needed in T¥38 to bring up the first sets of occupat e new system,

to train :re:a:zers, pub11c12e the new system, etc. Another:

reducing ths number of- prmted handbooks as more employees gain terminal

access.

_ -(P/Rev1eu _,:5:1ch will serve as the .focal point for initial publlcatlon of
" ‘handbooks zm3 will provide a ooordmatlon and edit function for revisions.
- Initial i==lsmentation will require drawmg on personnel resources from
- throughou= =he Agency but w1ll not require adéitional personnel. Maintenance

can be dor= within current resource 11m1ts prouded the entlre regulatory

.. procéss iz .._-omated

" Career acr zizement will be predlcated on grow*H in skills outlmed in the =

career hz-3oooks. Supervisors will evaluate e:“'\loyees ann skills .
‘pto_flme“ =>; using an automated procedure that’ will cost 1ncludmg

TES and enployee trammg costs.

6
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TheB 1oProf1Te and._automated per formance- Appralsal System included elsewhere .
in the FY89 budget will provide the data base for 1mp1ement1ng agency-wide
automated succession _and assngnrrmt planning capab1l1t1es. System design and

25X1 . development costs of will be incurred in Fy88 with{hardware~ V{WJ‘, -
S , aoqu151t10n,qua1n1ngy:and mplement-aaaan‘to be phased into FYB89 and FY90 at a A,
25X1 © . ¢ ~cost oﬂ A ﬁsoectlvely for -access by‘70 work stations.) -

‘\_r:—-r."‘

S Managers w111 part1c1pate act1ve1y in 1den_t1fy4ng..and_plannmg for human :

- resource needs in-<cencert=with the budget process using automated planning

{tools.tied to- “the he corporate datz basef will be neéded in FYB8 to"

define system spec1f1cat10ns for an mtegrated long-term human resource .

*. planning system that will be implemented ocmcurrently with the automated
' BioProfile and Performance Appraisal Systems. " .One perstSnnel‘“offlcer position
: ((Gs—lZ)~and’one"~c1er1ca1—rposat1m--(IS-02) will be required to implement this
| imitiative mcludmg"deszmopnent and’ trammg, vand to provide
-consultmg a351stance in the out years. '

25X1

Overall system e£f1c1ency and e‘fectlveness will be measured on a ccntmumg
basis by the Office of Personnel using the automated tools supplemented by an’
-employee survey progra’fn:f‘j Design development and initial mtplementatmn and
. evaluation of a comprehénsive an3 continuing program will requue one (1) _
Industr1a1—~Psychologist""(GS-‘-'l4)““a?:‘d“b‘r'm“’é"(TT part-time Data Input.Clerk (Gs=04

- cost an estimated 1n1t1=11y with outyear costs averaging aboat
-- two-thirds that amount for targs ed and perlodlc full surveys.

i - E50%-of- —time)T—Surve inting, distribution and computer analys1s w111'J
25x1 - |

. _'Implementatlon will requlre cloz= coordmatlon wlth O/Canptrollerh, Directorate

"Resource Plannmg Staffs OIT,-a:u:] @/Human Resource Systems Informatmn
'.'.Center. : - . : :

7
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(Dollars in Thousands)

 FYss  FY89 FY90 r'y91 FY92

Flexible Benefits
Development and- Implementatmn-

‘Personnel Services: - -

' J‘M
Thls 1n1t1at1ve will allow introduction of aéfpler.ole benefits- program in

January 1989. Open season for this program will coincide with the normal
benefits open season in November l988. The majo. costs of a flexlble benefits
plan are the costs of the benefits prov1ded Thz flexible benefits plan can

" be designed to develop the desired cost level. This budget initiative assumes

that, except for the additional costs of develooment and implementation, no
new funds will be required in Fy88 and FYB9 for Benefits and FICA ‘

. Contributions (S0C=1210). This initiative addresses only the costs of -
developing and impl_en\enting a new flexible beneZ:<s program.

Development costs for a new flexible_ bene:'i':s program inclode: o
- .-oonduct'ing an employee benefits 's;:r?'-‘= - |
"- de51gmng and prlcmg a flexlble :F""flts program »
- test marketlng the program wlth 2327 "y employees. - L
The implementatlon costs of a new flex1b _:»aneflts program 1nclude
- conductmg a communlcatlons campala +0 educate . employees
-’_.regardmg their benefits choices, enzourage program part1c1patlon,
. -and- av01d unnecessary admmlstratn xpenses
modlfylng exlstlng manual and autoras:e:'i enrollment, clams -

- processing, payroll, and human res:}_':e systems to acconmodate a .
flexible beneflts program _ ’

8.
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Flexible Benefits Cost Breakout:

'FY88

25X1 for new enrollment software

for clalms processmg software moﬂlflcatlons
for payroll system modlflcatlons
for 30 percent software margm

for approximately 200 hours of consultén't ‘time -

for flrst year oorrmumcatlon expenses ,

 FY89 and outyears '

25X1 o for software modlflcatlons and mamtenance
for miscellaneous admmlstratme costs

for ongoing communications activities

9
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:STAT, ' "T'otél _Dollars

- {Dollars in Millions)

- JInitiative Name:

" Py 1988  FY 1989  FY 1990 . Fy 1991 - FY 1992 -
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